The conclusion of this study at Department of Building and Land Management Surabaya City don't have job evaluation so formation career system, performance Employee benefits are constrained.
I. INTRODUCTION
Job evaluation is an attempt to regulate the position of civil servant (ASN) in bureaucratic reform [1] . In David Mackmias opinions that evaluation is a systematic and empirical assessment of the consequences of an ongoing government policy and program and its suitability with the objectives to be achieved by the policy [2] . Difficulties in policy evaluation, among others, are goals in public policy rarely on. do (written) quite clearly, in the sense of how far the goals of public policy must be achieved. Then Howlett and Ramesh added that the development of measures that are appropriate and acceptable to all parties is very difficult to do [2] .
The determination of calculation job evaluation based on job value and job class [3] . Based on Law No 8 of 1974 change to Law No 43 of 1999 on principal subject of civil servant said that the civil servant appointed in a certain rank and rank.
The appointment of the civil servant in the position of job is carried out in accordance with the principles of professionalism. Ability of the competencies supported by the work performance [4] and the level of rank assigned in the position positions objectively without distinguishing tribes, race and class [5] . Positioning and reforming the field of civil servant apparatus resources, it is necessary to determine the position rank for each position in the civil service environment based on the position value through job evaluation. Job evaluation is conducted to determine the position value which will then be used in the ranking of positions.
Civil Servants Job Evaluation is a process to systematically evaluate a position by using the criteria referred to as position factors on the position factor information to determine the position value and position class. Based on the regulation of Regional Civil Service [6] Board No 21 of 2011 about implementation of job evaluation. Position Value is the cumulative value of the position factor that influences the level of position based on the position information. Job Class is the determination and grouping of occupational levels based on the value of a position. Structural Position is the position that shows the duties, responsibilities, authority and rights of a civil servant in order to lead an organizational unit. Functional position is a position that shows the duties, responsibilities, authorities and rights of a civil servant in an organizational unit whose duties are based on certain skills and/or skills and are independent and for promotion and rank are required by credit numbers.
Job evaluation conducted to measure the quality of competence possessed civil servant which is in the environment government agencies [7] and to measure behaviors that affect work competence [8] .
Job evaluation is conducted to measure the value and class of positions that can be used for position rank calculation [3] Job evaluation Results can be used in the preparation of formations, career systems, performance, and providing employee benefits. The problem of job evaluation in Indonesia is that there are still many government agencies that have not done job evaluation especially in East Java. From the pre-research data of researchers conducted to 21 offices located in East Java almost entirely
Figure 1. The Service Has Not Been and Has Been Done Job Evaluation
The same thing is also conveyed by Mr. Samsul as staff in Regionsl Civil Service Board East Java who said: "East Java there are still many government agencies that have not conducted job evaluations, even there are some agencies that have not performed job analysis" At the location of research at Department of Building and Land Management Suarabaya City is still on the stage of job analysis and still have not conducted an job evaluation.
Job evaluation research to determine the level of competence of office holders in using knowledge, skills, behavior, and personal in performing professional duties in a structural and functional position for the civil servant in Department of Building and Land Management Surabaya City [10] . The purpose of job evaluation is to be able to provide input when a job evaluation will be held by Regional Civil Service Board or National Civil Service Agency. Job evaluation research will provide recommendations on the salary that will be given by civil servant in increase performance.
II. RESEARCH METHODOLOGY
The research location at Department of Building and Land Management Suarabaya City with focus reserch is job evaluation. The research is descriptive research by using analysis to make description, fact, and factual and accurate from factors and environment studied. Therefore, an in-depth interview process was used as the qualitative research method for this study [11] .
Data writing techniques in this study are using systematic and standard procedures to retrieve data in research 1. Observation technique, taking data in the right way for actions related to matters relating to matters relating to how to use questionnaires, record images, record sounds [12] . 2. The interview technique collects data by gathering, asking for direct accountability with the party being studied. The interviews were carried out in depth in the sense that the interviews were carried out specifically on the attitudes and feelings felt by the informant towards the discussion [13] . 3. Documentation Technique, a study carried out by looking directly at documents relating to reports at the service office in the Department of Building and Land Management Surabaya City.
The research attempts to find data in the form of grades and occupational classes from structural and functional positions of the Civil Servant. The research uses the basis of research guidelines in the form of 
Analysis Data
The data analysis in this study is using the theory of [14] , analysis is done by simplifying the data into a form that is easier to read and interpret so that the stages carried out by job evaluation. Qualitative descriptive analysis techniques in this study are able to give a description of the research subject, namely regarding structural and functional job evaluation which consists of the following: 
III. RESULT AND DISCUSSION

A. Level of Structural Position Factor
The research was conducted on Sub Division of Finance at Department of Building and Land Management Surabaya City by looking at work component in a level of job position with first look at job description, job description, responsibility, authority, work materials, work result, work tool and job requirements.
To determine the value of positions and class of office then evaluated the structural positions. For the structural position has 6 levels of position factors. Factor 1 : on Scope and Impact is at level 1 of 5 levels in the sense that the work is directed toward the procedural, routine, and the smallest of services in the organization. Factor 2: Organizational settings are at level 3 of 3 levels in the sense that they are the highest structural positions. Factor 3: The Authority of Managerial and Managerial Empowerment at level 2 of 3 levels is exercising managerial authority in determining the plan and schedule, ensuring the implementation and determining the goals and objectives that need to be emphasized. Factor 4: Personal relationships at level 3 of 4 levels are the task of supervisors being high class and bureau staff and key organizations in the environment or companies that are in other contexts. Factor 5: Difficulties in Guidance Working at level 2 of 8 levels is working to supervise positions in the same class 5 or 6. Factor 6: Other conditions at level 1 of 6 levels are jobs covering technical work and work requires coordination within the work unit to ensure time, form, procedure, conformity, quality standards and quantity in work.
In the section below, there is a lot of the following information: Structural job class data with a total value of 1990 with position class 11. If it is stated in the payroll allowance of an Civil Servant with a structural position, it can receive an allowance of IDR 3,855,000.00.
B. Level of Functional Position Factor
Research factor evaluation functional using Factor Evaluation System (FES). Indicators used are required knowledge of position, supervisor supervision, guidance, complexity, scope and impact, personal relationships, relationship objectives, physical requirements and work environment.
Measurement of office functions using 9 levels of position factors are: Factor 1: Required Knowledge Positions are at level 2 of 9 levels, with the capability required to operate equipment that requires less training and experience in the use of equipment. Factor 2: Supervisor at Level 2 of Level 5 is The Supervisor providing continuing tasks by indicating generally what to do, the expected quality and quantity limits. Factor 3: Guidelines at level 2 of 5 levels are jobs based on available time. Factor 4: Complexity at level 4 of 6 levels is the job of varying different functions required and different and unrelated methods. Factor 5: Scope and Impact is at level 2 of 6 levels is the work includes the implementation of regulations, regulations, procedures in the implementation of tasks. Factor 6: Personal relationships are at level 3 of 4 levels is the relationship of work with groups from outside agencies. Factor 7: The purpose of the relationship is at level 2 of 4 levels is the relationship is to plan, coordinate or direct the work in solving problems to achieve goals. Factor 8: Physical Requirements at level 2 of 3 levels is a job requiring physical labor. Factor 9: The Work Environment is at level 1 of 3 levels is the environment carries risks and inconveniences every day. Functional class data grade with total value of 885 with class position 7. If stated in salary allowance an civil servant with functional position can get remuneration allowance equal to IDR. 2,304,000.00.
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IV. CONCLUSION
